Abstract: The paper examines the determinants of employee turnover and long-term skill retention in Australian organisations. Three new perspectives are examined: the difference between short-run turnover and long-term retention; the role of different high performance work systems philosophies and human resource practices; and an examination of turnover for various groups of employees based on skill level. The results suggest that the role of learning within organisations is of fundamental importance in reducing short-run turnover and improving long-term skills retention. A series of training and human resources practices have also been found to be important for individual specific skill categories, but general conclusions for all skill categories cannot be readily made. Finally, different drivers to short-term turnover maybe at play when retention is considered from a long-term strategic perspective. 
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Introduction
An extensive body of literature exists on measuring the determinants of employee turnover. The bulk of this literature has focused on individual employees' motivations, attitudes and intentions about leaving their current work environment. In contrast, a small but developing literature is starting to emerge which examines the drivers of turnover from the organisational perspective using the organisation as the unit of analysis (Holtom, Mitchell, Lee and Eberly, 2008) . Most of the organisational literature has focused on a series of common factors such as high performance work systems, employee compensation, unionisation and training practices.
Our study seeks to extend the previous organisational literature in three important ways. First, we make a distinction between the conventional measure of turnover and a new measure of skill retention as it pertains to an organisation's longterm goals. The new measure views retention from the firm's long term strategic perspective and possibly uncovers different drivers of retention from those based on shorter term turnover models. Second, the previously demonstrated importance of high performance work systems has generally been based on a single bundled set of measures encapsulating management practices, training, monitoring systems etc. In contrast our study examines the importance of the different management philosophies underpinning high performance work systems and individual human resource management practices in some detail. Finally, unlike most previous studies, we examine turnover models for four broad employee categories based on skill levels to identify any unique drivers for various groups.
The study involved the survey of over 300 Australian organisations and makes use of structural equation modelling techniques for the analysis of relations between valid and reliable measures. The structure of the paper is as follows: in the next section we outline some previous literature on the determinants of turnover from both the empirical and theoretical perspectives, and then follows the outline of the methods and results, after which follows the discussion and conclusion.
Background
Much of the literature on the causes of employee turnover in organisations has focused on the role of individual differences, the nature of the ????? of and the attitudes of individuals in organisations (Holtom, Mitchell, Lee and Eberly, 2008) .
These studies identified a large number of factors that affect the propensity of an individual to leave an organisation which have been usually categorised as the level of job satisfaction and the level of organisational commitment (Price and Mueller, 1981; 1986 ). Price and Mueller (1981; 1986) characterised the relationship between job satisfaction and intention to leave as mediated through organisational commitment.
This model of individual intention to leave has been the basis for a body of research on the antecedents to job satisfaction including the role of person-organisation fit (Kristof, 1996) emotional exhaustion (Meyer, Allen and Smith, 1993) and stress (Podsakoff, LePine and LePine, 2007) and the development of new models of turnover which emphasises the importance of external shocks on intention to leave (Lee, Mitchell, Wise and Fireman, 1996; Lee, Mitchell, Holtom, McDaniel and Hill, 1999) .
The impact of contextual and organisational factors has been subjected to less scrutiny until recent years. Organisational level factors that have been associated with intentions to leave include diversity (Elvira and Cohen, 2001; Hom, Roberson and Ellis, 2008) , levels of pay (Bloom and Michel, 2002) , overall levels of job satisfaction in groups (Harter, Schmidt and Hayes, 2002) , perceived organisational support (Allen, Shore and Griffeth, 2003) and perceptions of procedural justice in the organisation (Tekleab, Takeuchi and Taylor, 2005) . The importance of these organisational level factors suggests strongly that management policies and practices should have a direct impact on employee turnover. This is particularly true for management practices and practices that promote job satisfaction, organisational commitment, diversity and procedural justice in organisations. This is, of course, the area of human resource management (Storey, 2001 ).
The number of quantitative studies of the impact of human resource management on employee turnover from an organisational perspective are surprisingly few given the central concern of human resource management in the generation of higher levels of employee commitment and the reduction of turnover.
In a general sense, unlike the literature from the employee perspective there is no unanimity of agreement regarding the universal drivers of turnover; however, sufficient results exist to comment on some common themes. Batt and Valcour (2003) found that the implementation of certain human resource management practices and policies could help to alleviate work-family conflicts which were an important source of job dissatisfaction and employee intention to leave. Specifically, the human resource management policies that appeared to reduce turnover included higher pay, employment security and career development opportunities as well as job design that increased decision-making autonomy. Allen, Shaw and Griffeth (2003) found that human resource management practices did not directly impact on turnover but that the relationship is mediated by perceived organisational support and job satisfaction. In their model, supportive human resource management practices such as participation in decision-making, fairness of rewards and opportunities for growth increase perceived organisational support which, in turn, builds organisational commitment and job satisfaction thus lowering turnover and increasing retention. Mitchell, Holtom, Lee, Sablynski and Erez (2001) predict that human resource management practices that increase job embeddedness, the extent to which employees are bound to the social fabric of an organisation, will increase retention by reducing the impact of external shocks that prompt job search in the unfolding model of turnover (Mobley, 1977) .
Recently, Trevor and Nyberg (2008) have shown that human resource management practices that provide procedural fairness for employees and increase job embeddedness help to increase retention during periods of downsizing, emphasising the impact of human resource management on the shock impact of redundancy and lay-offs.
Recent work on the impact of human resource management on the various aspects of firm performance, including levels of employee turnover, has focused on the "bundling" of human resource management practices into high performance work systems (Butler, Felstead, Ashton, Fuller, Lee, Unwin and Waters, 2004) . High performance work systems often include a range of management practices beyond the confines of traditional human resource management such as the use of teams, information sharing, quality circles, (general, skills and cross based) training, performance based promotion, discretion over work and customer interactions, and performance monitoring (Huselid, 1995; Guthrie, 2001; Batt, 2002) . However, there is significant disagreement in the literature about exactly what practices constitute a high performance work system (Becker and Gerhart, 1996) . Early studies of high performance work systems noted their positive impact on a range of performance measures including lowering employee turnover (Huselid, 1995; Appelbaum, Bailey, Berg and Kalleberg, 2000) . Guthrie (2001) explained the positive impact of high involvement work practices by suggesting that the use of these advanced management practices put the performance of individual employees at the centre of organisational strategy. The retention of this crucial resource in the organisation is a key element in improving overall organisational performance. More recently, Macky and Boxall (2007) have shown that employees exposed to high performance work systems are likely to report higher levels of job satisfaction, organisational commitment and trust in management resulting in lower intentions to quit.
The role of trade unions has also been investigated extensively. Union presence in the workplace has been linked by many studies to a reduction in turnover and higher levels of retention (Brown and Medoff, 1978; Wilson, Cable and Peel, 1990; Wooden and Baker, 1994) . This effect has generally been explained in two ways. Firstly, that the presence of unions creates a monopoly bargaining situation in which workers receive higher wages than their non-unionised counterparts and are thus more likely to stay with the organisation. The importance of employee compensation in reducing turnover rates is consistent with the efficient wage hypothesis (Salop, 1979) in which employees and firms are assumed to be utility maximisers, if employees think they can find a higher compensation package elsewhere they will threaten to or actually quit to find a more highly paid job. The role of employee compensation in the reduction of turnover may be contrasted with studies suggesting both negative and positive associations (Huselid, 1995; Shaw, Delery, Jenkins and Gupta, 1998; Guthrie, 2001; Martin, 2003; Batt and Valcour, 2003) . The second explanation relates to the ability of unions to provide employee voice primarily through better procedural mechanisms for handling employee grievances and so on which reduce the occurrence of exit (Freeman, 1980 ).
Freeman's argument has been supported by a number of studies. For instance, in the UK, Martin (2003) found that the presence of unions in workplaces is negatively associated with employee turnover. However, the effect of union voice has been questioned in some studies that have emphasised the importance of the more traditional economic efficiency arguments associated with union bargaining power (Delery, Gupta, Shaw, Jenkins and Ganster, 2000) .
The impact to training on turnover has not been fully investigated except as part of more general research on human resource management or high performance work systems. Human capital theory suggests that the impact of training may either increase or reduce turnover rates (Becker, 1974) . If the training is job/organisation specific then the specific skills of existing or incumbent employees are enhanced and hence turnover is reduced. On the other hand if workers are trained to be flexible and multi-skilled then their talents are more generally appreciated in industry and hence employees may be able to move to jobs elsewhere more easily (Martin, 2003) .
However, the propensity of employers to provide general and transferable training, despite the theoretical risk of losing skills suggests that the general/specific training dichotomy may not be so distinct in practice and employees may remain with employers that provide general training.
The present study seeks to examine the impact of human resource management, high performance work systems, unionisation and training on employee turnover and retention. The research does not take the individual but rather the organisation as its unit of analysis, which places it the tradition of contextual and organisational studies of turnover (Holtom, Mitchell, Lee and Eberly, 2008) . As indicated previously, we extend the research in three ways by: 1) considering both short-term turnover and long-term retention; 2) examining the importance of different high performance work systems philosophies and human resource management practices in some detail; and 3) explicitly considering four employee skill divisions.
Method

Measures and Variables
To facilitate the reliable and valid measurement of various concepts numerous multiitem measurement scales were employed. These scales are derived from previous studies and/or developed from related literature and suitably adapted. pertains to long-term organisational goals was provided (see the appendix) and this was sent together with 20 items to seven industry and academic experts. The industry experts relate to the health and manufacturing sectors and also include trade union representatives. These experts were asked to rate each proposed item out of ten on how well the proposed item related to the provided definition. Based on these scores, the best seven items were included in the final questionnaire. The measure for skill retention is further refined to consist of four items after considering the validity and reliability properties of the measure using the survey data. In particular, items which had low factor loadings and/or whose removal significantly improved the reliability of the measure were deleted. All the proposed items for skill retention and those retained for the final analysis are listed in the appendix.
The variables to be used to explain the drivers for the employee turnover and long-term skill retention fall under four groupings: human resource management practices, high performance work systems practices, training practices and organisational/ market characteristics. When employing all the items for the measures proposed below, the measurement properties of constructs proved to be unacceptable in terms of reliability and validity. As a consequence a number of items had to be discarded and refined scales constructed to provide measures with acceptable measurement properties. The items listed in the tables below for the various measures pertain to the retained items only.
Data was collected on a large variety of human resource management practices derived form the WERS5 survey. The data collected covered selection and recruitment, work time and working arrangements, career planning, compensation, job design, appraisal, employee surveys and frequently used retention strategies such as higher pay, non-monetary rewards etc.
In developing measures for high performance work systems we take into account the disagreement amongst researchers on what practices constitute a high performance work system (Mackey and Boxall, 2007:546) . Rather than use lists of practices, many of which coincided with the human resource management and training practices that were already built into the survey, we decided to focus on the underlying management philosophies which are commonly associated with high performance work systems: the learning organisation, total quality management (TQM), lean production and the use of team working. These philosophies reflect the diversity of high performance work systems that exist in practice and the different emphases that underpin them. The use of a learning organisation philosophy was measured using a multi-item scale that measures the extent of the learning orientation of the enterprise. The TQM and lean production measures were adapted from manufacturing environments. Both the extent and level of autonomy granted to work teams was measured in the survey. A single item measuring the percentage of the workforce involved in teams and a four item measure of autonomy used in WERS5 was employed. For precise definitions and sources of the constructs employed see the appendix.
The training practices variables cover the standard training issues experienced in industry. The survey covers the following areas: training for skill objectives, training for soft (behavioural) skills, training for hard (technical) skills, induction, experienced worker training, training to do other jobs and nationally recognised (accredited) training (NRT). All the items other than NRT are sourced from the WERS5. We also measured the commonly employed human resource practices in industry including recruitment and selection, appraisal, flexible and family friendly working practices, career planning, compensation, job design and the use of employee surveys. The use of particular strategies to retain skilled staff was also examined. All the questions other than measures for compensation, career planning and use of retention strategies are sourced from the WERS.
Finally we considered some organisational/market characteristics which pertain to the nature of the business environment in which organisations operate and any peculiar organisational attributes pertinent to the retention of skills. The survey covers the following areas: market and technological turbulence, competitive intensity, the organisational life cycle stage and innovation, and the degree of unionisation. The modelling process will also allow for the possibility of industry type, and organisational ownership and location dummy variables.
Data Collection and Sample
The sampling frame employed for this study was derived from the Dun and Bradstreet database of Australian organisations, as of October 2006. The specific sampling frame used in this study relates to those organisations which have an identified human resources decision maker. This sampling frame was chosen because HR decision makers are well positioned to make informed comment upon skill retention, new management practices and human resources practices. However, because specialist HR managers are a feature of larger rather than smaller enterprises, the sampling frame disproportionately focuses upon larger organisations. The complete survey instrument was piloted with a group of HR decision makers drawn from private sector enterprises covering the manufacturing, retail and finance sectors. The instrument was also assessed by the Australian Government statistical clearing house (SCH). A sampling frame of 2500 organisations was employed.
A four-wave mail out was conducted: a pre-approach letter describing the study, motivating and providing incentives for respondents was sent to all organisations; the complete questionnaire with a cover letter and reply-paid envelopes were posted twice (with a two-week gap) to all organisations; and a final selective mail out to an additional 45 organisations who were more likely to respond to the survey. The final selective mail out was based on the need to increase the representation in the services, finance and wholesale trade sectors and resulted from 370 follow-up phone calls organisations in these sectors. Overall 335 responses were gained, of which seven were grossly incomplete with more than 25% of questions unanswered and were discarded from the analysis. This resulted in 328 usable responses and translates to an effective response rate of 13.1%. In developing models to explain the drivers of turnover and retention, the full maximum likelihood method was employed to recognise any missing data for independent variables. This is a model-based way to account for missing data and represents a consistent and efficient use of all data collected. The number of employed responses for each specific model only depends upon what dependent variable is being modelled and its number of available cases.
Two checks for the adequacy of the sample as it reflects the database were conducted. The first assessed the compatibility between the sample and database characteristics. The second check examined any possible non-response bias. Two chisquare goodness-of-fit tests were conducted to assess whether the sample characteristics significantly differed from database for the two classification types: main industry type and employee size. A statistically significant difference at the 5% level (but not at the 1% level) was identified for primary industry type (chi-square = 19.06, df = 8, p-value = 0.015) and no significant difference exists at a 5% level for employee size (chi-square = 5.01, df = 2, p-value = 0.082). In a general sense the differences between sample and database percentages for industry type are not alarmingly large.
As a practical check of the importance of the difference for industry type between the sample and database characteristics, a comparison of descriptive statistics based on the original (unweighted) data and data weighted by the differences between sample and database characteristics, was performed. The differences in descriptive statistics between the weighted and unweighted data are marginal at worst, for example, not greater than 0.1% for mean turnover percentages, while the majority of constructed perception based variable means differed by no more than 0.01 (on a 1-7 scale). These differences are not of practical concern, as a consequence the original and unweighted data is used for further analysis.
As a check for likely non-response bias, independent sample t-tests for differences in the means between responses from the 1st and subsequent (2nd and 3rd) mail-outs were conducted. It is postulated that the respondents to the subsequent (2nd and 3rd) mail-outs are relatively disinterested and require prompting from an additional stimulus, and therefore are similar in nature to non-respondents, see (Armstrong and Overton, 1977) . Only nine out of 179 (meaningful) independent mean t-tests comparing early and late respondents tests were statistically significant, eight at the 5% level (4.5% of all questions) and one at the 1% level (0.6% of all questions). These findings indicate the absence of any serious non-response bias.
Analysis
Structural equation modelling (SEM) techniques were employed for identifying the statistically important drivers of the skill turnover and retention. As a first step we examined the measurement properties of all the employed multi-item perception based scales. Note, we did not examine the majority of questions sourced from WERS5 as they are 'objective' questions measured without error. Initially when all the items proposed for the various constructs were included in the analysis very poor goodness of fit statistics in the confirmatory factor analysis (CFA) models were gained indicating poor construct validity. Further, low reliability values on most measures were obtained. Specific offending items in the measures were deleted from the scales until acceptable goodness of fit and reliability scores were obtained.
Unfortunately when all three major high performance work systems constructs were included in the analysis (learning orientation (LO) , lean production (LP) and total quality management (TQM)) high degrees of correlation between these measures emerged. It should be noted that the questionnaire design did not present separated items for these constructs, items were intermingled in the survey. When TQM was included in the analysis CFA estimates were not admissible due to a non-positive definite covariance matrix. In particular, estimated correlations were: TQM and LP = The inadmissibility results for TQM and discriminant validity tests point to some difficulties when identifying drivers for turnover and retention. In particular only one of the three high performance work systems constructs (LO, LP and TQM) could be usefully employed in the models. When any two constructs were included the significant degree of multicollinearity resulted in both variables being highly insignificant, while when one of the variables was employed strong significance was gained. In all cases, including learning orientation in the models in isolation clearly produced the best modelling results in terms of goodness of fit and theoretical consistency. To some extent this is expected given the employed definitions of TQM and LP (see the appendix) a strong correlation is to be expected. The importance of LO as a management practice is also consistent with the previous research of Smith et al. (2003) on enterprise training.
Results
In identifying the statistically significant drivers for turnover and skill retention both a general-to-specific and specific-to-general modelling approach was employed. That is, all potentially important drivers were included in the model and insignificant drivers reduced one-by-one until only variables which were significant (at the 10% level of significance) were retained. Then a simple model was estimated with one important driver and variables added until no further significant variables were identified. For our dataset, both modelling strategies resulted in the same final models, to this extent the modeling process has not impacted on the identified important drivers.
Table 2 About Here
The estimates for the employee turnover and skill retention models are presented in table 2. All models have acceptable SEM properties as identified by the RMSEA and CFI measures, the amount of variation in turnover explained varies from about 12% to 17%. There appears to be a large variation in the important drivers for the different skill categories. Only learning orientation and unionisation are important drivers for all employee turnover categories and as expected pursing a learning orientation and having a higher level of unionisation leads to a decrease in turnover.
For a one point increase along the (1-7) scale for learning orientation the strength of the impact varies from a 2.2% turnover reduction for skilled trade workers to a 4.7% turnover reduction for elementary skilled workers. For an increase in unionisation by 1%, the strength of the impact varies from 0.09% turnover reduction for managers, etc., to 0.16% turnover reduction for elementary skilled workers. In addition, there are other individual important drivers for the various skill categories which we outline below.
For managers, professionals and technicians, turnover increases if the use of teamwork increases, whilst turnover decreases if the organisation uses nationally recognised training, and there are more flexible working time arrangements. For managers, professionals and technicians, after accounting for the other factors, organisations which are in manufacturing and/or are privately owned have lower turnover and organisations in the services have a higher turnover rate.
For skilled trades workers, turnover increases for employees who do other jobs, while after accounting for the other factors, higher turnover is associated with organisations which are large and/or in the wholesale trade sector. For elementary skilled workers, turnover decreases for organisations using formal appraisals and for organisations using more attributes in recruitment. For elementary skills, after accounting for the other factors, organisations in the agriculture and mining sector have a higher turnover and not-for-profit and other organisational structures have a lower turnover.
For the model of long-term skill retention the amount of variation explained is 48%. This is much higher than that for the employee turnover models as the dependent variable is a multi-item perception based measure. An increase in retaining skills is estimated to occur with increases in learning orientation, more attributes used in recruitment, and when appraisals result in the evaluation of training needs. A decrease in skill retention is estimated to occur when more attributes are covered in training for skill objectives, when organisations are in the growth phase of the life cycle and when technological turbulence is greater. After accounting for the other factors, higher retention occurs for organisations in the retail trade and/or who are medium sized.
Discussion and Conclusion
This research bears out the importance of high performance work systems practices in reducing employee turnover noted in previous studies (Huselid, 1995; Batt, 2002; Mackey and Boxall, 2007) . However, not all high performance work systems appear to have the same positive effect. Of the high performance work systems measured in this study, learning orientation emerged as the most consistent driver of both employee turnover and skill retention. Neither TQM nor lean production appeared to have an additional significant independent influence on turnover or long-term skills retention. It appears that the elements of the learning organisation (the pursuit of a commitment to learning, shared vision and open mindedness) are critical for ensuring both a short-term reduction in turnover and a long-term increase in employee skill retention. Elements of learning orientation have previously been found to be turnover drivers, for example, information sharing is a feature of high performance work systems (Huselid, 1995; Guthrie, 2001) . Thus it appears that employees are more likely to stay with an organisation that fosters a climate of learning. People stay in organisations if they feel they are learning and progressing in their careers and organisations need to provide opportunities for this employee development.
Organisations which recognise the importance of learning to the organisation's competitive advantage and survival foster a culture of learning amongst its workers which in turn places people at centre of the organisation, confirming Guthrie's interpretation of the effect of high performance work systems.
However, despite the emphasis on learning, learning orientation does not necessarily coincide with a greater level of formal training in an organisation. We found that training practices had only a limited impact on turnover and long-term retention. Of all the training practices examined in the study, only nationally recognised (accredited) training appeared to have an impact on turnover and this was confined to the skills categories of managers, professionals and technicians and intermediate skilled workers. This is consistent with the fact that NRT qualifications are job specific and hence enhance the skills of employees in their current positions which in turn promotes retention. NRT also represents an exchange relationship with the organisation in that employees receive a certificate which has recognition in the labour market while the employer gains new skills capacity. However, NRT does not have a long term retention impact. The only important training measure for long term skills retention is training for skill objectives. This suggests that when organisations are not confident of their long-term access to skills to meet their objectives, they will invest in training which extends and improves the skills of existing workers and allows them to be moved to different jobs in the organisation where managers feel there is a lack of skills cover.
The final management philosophy included in our measurements of high performance work systems was teamwork -divided into the extent of teamworking and the autonomy which teams enjoyed. However, teamworking appeared to have very little impact on either employee turnover or long-term skills retention.
Interestingly, if the percentage of employees in formally designed teams in the entire organisation increases then the turnover of managers, professionals and technicians in those organisations also increases. This may suggest that managers, professionals and technicians in general are not committed to teams. In particular, this could reflect the notion that above-average performers prefer not to work in teams as the rewards are spread across teams, rather than returning directly to the individual (Milkovich and Newman, 2005:273.) Our finding is contrary to the general expectation and empirical finding of previous studies that the increased use of high performance work systems (which typically is defined to involve the use of teams) reduces turnover. It is difficult to rationalise our finding with previous turnover studies. It may be the case that the bundled measures employed in previous studies for high performance work systems over emphasised any individual importance of team work for reducing turnover and that the other elements of the employed measures (especially relating to information sharing and human resource practices) drove the relationship. In our case, teamwork in general has very little influence. The extent of teamwork is important for only one of the four skill categories and the other teamwork related measure of teamwork autonomy had no significant impact. Of the large number of human resource management practices tested in this study, only relatively few appeared to have an impact on turnover or skills retention.
Moreover there is no obvious consistency in the impact of human resource practices.
Most of the practices that had an effect, impacted only on one group of workers - Unlike previous studies employee compensation proved to be largely unimportant. The direct compensation measure had no impact and only for intermediate skills did the retention strategy of higher pay have an impact on reducing turnover. To some extent our finding of the relative unimportance of compensation is not totally inconsistent with the employee survey studies of turnover. Even though the comparison to alternatives was found to be one of the best predictors of turnover (Griffeth, Hom and Gaertner, 2000) the direct role of pay was modest with some studies finding no relation between pay and turnover. This result tends to contradict the predictions of the efficient wage hypothesis that increases in pay will reduce turnover and undermine the argument that it is the ability of unions to bargain for higher pay that explains the negative impact of unionisation on turnover (Delery et al, 2000) . Taken with the strong impact of unionisation on turnover found in our study, the low impact of pay on turnover suggest that it is the role of unions in providing a voice for employees that explains the role of unionisation in reducing turnover.
Improvements in long-term retention occur when attributes are used for recruitment and when appraisal results in the evaluating of training. None of these findings are unexpected, but the inconsistency of the results for human resource management practices highlights the need to be focussed in implementing these policies for specific skill groups and short-term versus long-term outcomes.
In addition to these factors, for long-term skill retention being in the growth stage of the organisational life cycle and experiencing a high degree of technological turbulence reduces skills retention. Falling retention in the growth phase is similar to Martin's (2003) finding of expanding markets and the notion that where demand is strong and profits high, employees are willing to 'shop around' to take advantage of exciting and dynamic work opportunities and that rival employers are willing to offer these attractive work environments. This argument also applies to our finding of falling long-term retention when technological turbulence is high, that is, when technological changes are major and big opportunities exist in the sector then it is harder to retain employees who are willing to accept and take advantage of new and exciting opportunities.
In conclusion, our study has provided some new insights into the factors driving employee turnover and skill retention. The role of learning within organisations has been shown to be of fundamental importance in making employees stay in organisations both in the short and long term. This contrasts with the more general previous finding that high performance work systems are an important driver of lower turnover. High performance work systems based on quality assurance (TQM) or on lean production do not appear to have any additional impact on short and long term employee retention. The study confirmed the degree of unionisation as an important driver of turnover although it has no impact on long-term skill retention.
The lack of importance of pay suggests that the role of unionisation is through the provision of a channel for employee voice. A series of training and human resources practices were also found to be important for individual specific skill categories but no universal impact was found for any human resource management or training practices. The most important human resource management practice in reducing turnover was the use of flexible working time arrangements and the most important training practice was the use of nationally recognised training. But these practices only impacted on managerial, professional and technician workers and on intermediate skilled workers. Neither was important for long-term skills retention. An important finding of our study is that different drivers of retention may be at play when retention is considered from a long-term strategic perspective. In particular, using appraisal results to evaluate training needs is a unique long-run positive driver, while training for broad skills, being in the growth phase of the organisational cycle and experiencing high degrees of technological turbulence are unique negative drivers of long-term retention. the option of reduced working hours. Source: WERS5 Flexitime for at least some employees: All or some employees have the option of flexitime. Source: WERS5 Family friendly working arrangements: Counts over five arrangements: school term-time only; workplace linked nursery; help with child care; help with older adult care; leave for carers of older adults. Source: WERS5 Career planning: The clarity and usage of a career planning system. Source: Singh (2004) . Retained items were:
• Individuals in this organisation have clear career paths.
• Employees in our organisation have more than one potential position for promotion.
• Our organisation plans for the career development of employees. Compensation: The extent to which compensation is linked to performance. Source: Singh (2004) . Retained items were:
• The compensation for all employees is directly linked to performance.
• Job performance is an important factor in determining the incentive compensation of employees.
• In our organisation, compensation is decided on the basis of the ability of the employee. 
High performance work systems practices
Learning orientation: Learning orientation refers to organisation-wide activities of creating and using knowledge to enhance competitive advantage. It consists of three sub-constructs: commitment to learning, open-mindedness, and shared vision. Source: Sinkula, Baker and Noordewier (1997) . Retained items were: Commitment to Learning
• Managers basically agree that our organisation's ability to learn is the key to our competitive advantage.
• Learning in my organisation is seen as a key commodity necessary to guarantee organisational survival • The sense around this organisation is that employee learning is an investment, not an expense.
• The basic values of this organisation include learning as a key improvement. Shared Vision
• There is a commonality of purpose in my organisation.
• There is total agreement on our organisational vision across all levels, functions, and divisions.
• Employees view themselves as partners in charting the direction of the organisation.
• All employees are committed to the goals of this organisation. Open Mindedness
• Employees in this organisation realise that the way they perceive the marketplace must be continually questioned.
• We reflect critically on the shared assumptions we have made about our customers.
Total Quality Management: TQM is the management philosophy that seeks continuous improvement in the quality of performance of all processes, products and services of an organisation. Source: Snell and Dean (1992) and Flynn, Sakakibara and Schroeder (1996) . Retained items were:
• Everyone in this organisation understands their role in quality.
• Continuous improvement is a key element in our approach to quality.
• Senior managers display visible and effective leadership on quality in this organisation.
• We emphasise prevention rather than inspection in our approach to quality. Lean production: LP combines the features of TQM and teamwork into a system of work organisation that allows enterprises to run their operations with a minimum of resources. Source: Youndt, Snell, Dean, and Lepak (1996) . Retained items were:
• Information on productivity is readily available to employees.
• Information on quality performance is readily available to employees.
• All major department heads within our organisation accept their responsibility for quality.
• Our suppliers are actively involved in our new product development process.
• Quality is our number one criterion in selecting suppliers.
• Managers provide personal leadership for quality products and quality improvement. 
Organisational/Market Characteristics
Unionisation: Percentage of employees unionised in different skills categories. Market turbulence: The extent to which the composition and preferences of an organisation's customers tended to change over time Source: Jaworski and Kohli (1993) . Retained items were:
• In our kind of business, customers' product preferences change quite a bit over time.
• Our customers tend to look for new products and services all the time. Competitive intensity: Measures the behaviour, resources, and ability of competitors to differentiate. Source: Jaworski and Kohli (1993). Retained items were:
• Competition in our industry is cut-throat.
• Price competition is the hallmark of our industry. Technological turbulence: The extent to which technology in an industry was in a state of flux. Source: Jaworski and Kohli (1993). Retained items were:
• The technology in our industry is changing rapidly.
• A large number of new product ideas have been made possible thorough technological breakthroughs in our industry.
• Technological changes provide big opportunities in our industry.
• Technological developments in our industry are rather minor. (reverse coded) Growth stage in life cycle: Identified growth as stage of organisational life cycle from the options: start-up, growth, maturity and decline. Organisational innovativeness: The innovation of the organisation from both the market and strategy perspectives. Source: Deshpande, Farley and Webster (1993) . Retained items were:
• In a new product and service introduction, how often is your organisation first to market with new products or services.
• In a new product and service introduction, how often is your organisation at the cutting edge of technological innovation. Other organisational characteristics (measured using binary dummies): industry type, organisational ownership type and employee size. 
